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4 -5 hours) and as such are often more suited to this style of  part-time worker. However although 
the working shift may be shorter than a conventional day, this form of  customer based employment 
can  often  be  physically  exhausting  (especially  if duties  include  emotional  labour)  with  an 
individual constantly remaining on their feet The description by Bonnie Fox ofthe 'double-day' 
caring for  children during traditional  hours  and working evenings and weekends,  can place 
additional pressure upon a relationship which in itself can lead to a 'double-day' in reverse for a 
partner, with childcare duties required after work is complete and during expected periods of  rest. 
To summarise, the targeted group of individuals recruited for this study were: 
1.  Secondary  wage  earners  (predominantly  female)  either  married  or  involved  in  a 
committed (co-habiting) relationship 
The purpose in selecting individuals engaged in committed co-habiting relationships was to ensure 
that only family units were selected. The impact that part-time unsocial working has upon the 
individual and their family is the main interest of  this study. 
2.  With a partner working in full-time employment 
It  was considered important that the family unit selected consisted of  a partner engaged in full-time 
employment thus preventing the mother, due to childcare duties, from undertaking regular hours 
working. As discussed earlier, the predominant reason that mothers returning to work following the 
birth of their child  choose  to  adopt  unsocial  hours  is  due  to  childcare  commitment during 
conventional times of the  day.  With most partners  working regular daytime  hours,  they are 
normally available to care for the children during evenings and weekends. 
3.  With one or more dependent child 
Naturally without children there is less incentive to adopt unsocial hours working. As a result it 
was considered that being a parent was an essential requirement of  the study. 
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c.  Phase two - Transcribing and processing of results 
From the  commencement of the  interviews,  transcribing of the  results  was  undertaken on  a 
progressive  basis  and  processed  using  MAXqda  as  described  above.  The  transcribing  was 
undertaken from  April 2003  until  February 2004 when the conclusions from  Year One were 
collated and transposed to the thesis. These results were adjusted and expanded following the 
completion of  the Year Two interviews. 
d.  Phase three - Follow-up case study interviews (Y ear Two) 
The 'Year Two' interviews were conducted from May to July 2004 using questions formulated 
following the results collected during the Year One interviews. All interviews were conducted in 
an identical manner to those undertaken in Year One; however it was disappointing to discover 
how few ofthe original interviewees had remained in their employment. Access to the individuals 
selected for the 'Year Two' interviews was also hindered by new management at three of  the four 
supermarket sites participating in this study. 
e.  Phase four - Transcribing and processing of results 
As with Year One, the transcribing of the interviewees commenced as soon as the interviewees 
were conducted on a progressive basis. With a lower number of  interviews undertaken (23 in Year 
Two against 86 in Year One) the time for transcribing was much reduced and was completed by 
September 2004. As with Year One, all data was processed using MAXqda. 
f.  Phase five - Analysis of results and preparation of thesis 
Although the results from the interviews were incorporated into the thesis on an ongoing basis, the 
conclusions could not be formulated until the data collection process was completed. Sections five, 
six and seven were prepared between October 2004 and January 2005 with the recommendations 
formulated and final editing being conducted during the summer and autumn of 2005. 
2.5 Conclusion 
Whilst discussion has been undertaken describing the nature of unsocial and extended working, 
this final section of  this chapter outlines the suspected impact of  working part-time unsocial hours 
and describes in detail the three research questions upon which this study focuses. 
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Management  throughout  each  supermarket  site  IS  organised  on  the  traditional  hierarchy 
management principle with a full reporting structure. The store manager has a team of  management 
personnel for both operational and support services. Assistant managers, department and shift 
managers assist floor supervisors with support services (personnel, training and payroll) offering 
specialised facilities. 
The issue of  attracting and retaining staff  was of  particular relevance to the supermarket chain as 
the expansion of both the service they offer and their trading hours had placed greater demand 
upon their personnel. To ease this burden, it was noted that the supermarket chain offered a range 
of flexible hours contracts specifically designed to  attract parents with children looking to fit 
employment around the care of their family and the school hours (and holiday periods) of their 
children.  Six different contracts were offered by  the  supermarket chain for  flexible  working 
primarily designed to aid recruitment and retention: 
•  Flexible schedule/additional hours contract - This contract enables employees to specify 
fixed hours with additional hours scheduled depending upon the demands of  the business. 
•  Dual store contract - This allows a student to work at one store during term time and their 
home store during holidays. 
•  Variable hours contract - This particular contract is useful if the employee has varying 
demands  upon  their  time  such  as  children.  This  allows  an  individual  to  work 
mornings/afternoons during school times and evenings during school holidays. 
•  Flexible student contract - This enables a student to reduce their working by 50 per cent 
during examination periods. 
•  Term time contract - Individuals adopting this contract are not obliged to work during 
periods of school holidays. 
•  Temporary vacation contract - Useful for students who only wish to work during periods 
of  educational holidays 
Naturally different contracts suit different people, however the flexible and term time contract was 
reported by the Human Resources department of  supermarket chain to be the most popular contract 
adopted by mothers seeking part-time unsocial hours working. 
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incurred a disproportionate degree of  organisation regarding childcare when compared to the level 
of income achieved. Those who did decide to  work such few hours usually mentioned social 
reasons as being their prime motivation as compared to the majority who stated their employment 
motivation was purely financial. 
Average weekly hours worked 
Table 15 
70% 
62.16% 
60% 
50% 
[] Supermarket Chain 
40% 
30% 
20% 
10% 
0% 
<10  10-20  21-30  > 30 
Seven individuals (eight per cent) chose to work on average, in excess of thirty hours per week. 
These individuals would be classed by Hakim as being engaged in 'reduced hour jobs' and (as with 
those working less than ten hours per week) were not the main focus of this study. However, it was 
interesting to note that virtually all the individuals who worked for more that thirty per week were 
of  an age where their children were older and as such, did not require the same degree of  childcare. 
In addition, fifty seven per cent of  these individuals had been employed in excess of  two years with 
only twenty eight per cent having been employed for less than one year.  It was also interesting to 
note (perhaps unsurprisingly) that all these individuals reported satisfaction with their employment 
displaying  an  impressive  degree  of loyalty  and  appearing  well  established  within  their 
organisation. 
In addition to assessing the impact of  the number of  hours undertaken, the split between hospitality 
and retail provides greater insight into actual hours worked. Although the grouping of  hospitality 
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5. The effect of working part-time unsocial hours upon 
employment and length of service 
Contents 
Title 
5.1 Introduction 
5.2 The influence of unit size 
5.3 The targeted employee 
5.4 Company philosophy 
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5.62 The double workday 
5.63 The issue ofworklfamily conflict and the effect 
of  tiredness upon work performance 
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5.1 Introduction 
All three ofthe following sections analyse the results ofthe data collected over the two years ofthe 
study period during spring/summer 2002 and 2003, with this section concentrating upon issues 
surrounding work perfonnance. As the adoption of  part-time unsocial working is the catalyst for 
the consequences resulting from this fonn of  employment, it is relevant to commence this analysis 
with an examination into how this fonn of  work affects employment. 
This chapter examines the suggestion that many individuals enter this style of  employment through 
necessity  without  understanding the  full  impact  that  it  may  have  upon  their  life.  From  the 
employer's perspective the pressures are very different. The consumer's demand for retail and 
service  companies  to  introduce  longer opening  hours  and  weekend  trading  requires  greater 
flexibility from employees across a range of hours never before experienced. This increase in 
operating times and opening hours demands greater numbers of  employees to work unsocial hours, 
(Bosh 1995) especially within the service sector (Beechey and Perkins 1987) where the rise  is 
expected to continue. 
This chapter concludes with an examination on how the management of  the organisation, in which 
the employment is offered, affects and influences the lives of  the individual workers. 
5.2 The influence of unit size 
Although  financial  reward  emerged  as  the  overwhelming  motivation  for  starting  part-time 
employment, enjoyment ofthe task itself  and social contact was regarded by many as significantly 
important. The structure ofthe modern retail industry has changed recently with the emergence of 
the out oftown superstore. When comparing this new structure to that of  the hospitality industry, 
many differences are clear. One significant difference is  the size and staff requirement of the 
individual retail units which were far greater than the average hospitality site. When considering 
the research sites identified in this study, it was decided to choose identifiable brands that operated 
their units in a similar manner throughout the group. As discussed in chapter three, this was to 
ensure  the  management policy was  constant throughout all  units  within the  group  therefore 
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organisations offered an impressive array of  company benefits, the results of  this study suggest that 
few part-time employees place much value on these items. As most individuals reported that they 
only intended to remain within these positions for a short period, long term company benefits did 
not generally entice or retain an individual. Although many staff  had several years of  service, few 
saw these positions as being 'long term' normally accepting the work as a temporary arrangement. 
When circumstances allow, most expressed the desire to return to full-time employment but not 
with their current employer or in their current position. 
Some comments from the interviewees: 
"I've always looked at the supermarket as part-time to get over Christmas and what ever else.  I 
don't think I would want a full-time job here." (Interviewee: 01-01-23-10 with five years service) 
"I think a permanent job here would send me round the twist quite honestly.  If! was doing that job 
down there, doing it full-time I just wouldn't enjoy it." (Interviewee: 01-07-41-35 with more than 
two years service) 
From information obtained from the regional and head office of  both the research partners, it was 
possible to  examine the  employment philosophy of each organisation.  When  comparing the 
restaurant group with the supermarket chain it becomes clear that the retail sector is more proactive 
in  targeting  their potential  employees.  A  number of flexible  contracts  were  offered  by  the 
supermarket chain to their part-time staff  in addition to a comprehensive care and benefit package 
including discount off their food shopping which, unlike many other benefits, was viewed by 
individuals as being worthwhile and was one tangible benefit that most staff valued. Conversely, 
the restaurant group  offered one  contract and although staff benefits are  available,  (such as 
discount on restaurant meals) they were invariably disregarded as  being unattractive with little 
interest being  expressed  spending  their  social  time  within  their  work  environment.  Whilst 
hospitality generally struggles to offer comparable benefits on an official level, this industry is able 
to offer one unique benefit not available to retail staff.  Many staff within the restaurant group 
reported that monetary 'tips' received from guests could equal as much as their wages and as such, 
was considered a significant benefit. This also acted as an inducement for staff  to work during busy 
periods such as weekends and public holidays. Due to the structure of  the supermarket chain and 
its  size,  each  store  enjoyed the  benefit of a  personnel  and  training  department.  Within  the 
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6. The impact of working part-time unsocial hours upon the 
individual 
Contents 
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6.1  Introduction 
6.2 Tiredness, sleep deprivation, stress and the 
effect of circadian rhythm disruption. 
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regarded as being primarily the mother's responsibility and it is this responsibility that increases 
the feeling of  pressure experienced by mothers (Ginn and Arber 1994). With dependent children 
requiring childcare, the mother looking to return to  work part-time will often be restricted to 
employment within the local area especially if  they are unable to drive. This will naturally affect 
the type and quality of position available and result in the acceptance of a position based upon 
'convenient location' rather than suitability. When asked about their previous employment, one 
individual employed by the supermarket chain as a stock replenishment assistant commented: 
"I was actually in the fashion industry for about 12 years and I was a buyer.  I actually did a degree 
in fashion marketing and went into buying after training with Marks and Spencer's and my last 
position was actually on the Sales and Design and Development sort of  side." (Interviewee: 0 1-03-
37-83). 
Another interviewee engaged as a service assistant on the 'take-away' counter commented:" 
I used to work for a company call Alex Laurie, part of  Lloyds TSB.  I worked for them for years, 
the last post I held with them was IT trainer and that was a full-time position." (Interviewee: 0 1-0 1-
28-59). 
The adoption of  part-time employment forms a kind of 'motherhood trap' where frustration and/or 
monetary need forces a mother to accept a position based upon convenience and availability rather 
than their previous experience and suitability (Darton and Hurrell 2005). The issue of reduced 
wage earnings for returning mothers is well documented with an acceptance that women lose at 
least some employment time as a result of  childcare (Klerman and Leibowitz 1999; Hurrell 2005). 
This employment break invariably results in a wage penalty as the loss of  work experience affects 
later wages (Equal Opportunities Commission 2005).  Although often not considered prior to 
acceptance, this type of  'mother-friendly' work rarely offers sufficient stimulation for the returning 
mother further adding to feelings of  frustration and stress. When the time arrives for a mother to 
return to  more  regular employment it is  likely that a  reduction in  career position would be 
experienced especially if returning following an extended period of absence (Francesconi and 
Gosling 2005). 
Page 163 
The 'forgotten workforce' ~  University 
.~  of Southampton 
7.  The effects of working part-time unsocial hours upon a 
partner and family. 
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Although there are numerous government schemes available to assist working parents, they are 
currently only targeted toward the main income provider. An example ofthis is both the Working 
Family Tax Credit and the Child Tax Credit which both stipulate financial assistance only for 
individuals working in excess of  30 hours per week. Whilst these schemes are designed to assist 
the main income provider, they are counter productive for individuals considering additional part-
time  employment  For example,  should a  secondary wage  earner decide  to  adopt  part-time 
employment to boost the income entering the household, the additional wage received is counter 
balanced with a reduction in the financial assistance awarded through the tax credit system to a 
point where the added benefit is negligible. When balanced with the considerable effort involved 
with adopting part-time work, many consider the minimal financial benefit received not worth the 
sacrifice involved. It should be remembered that for many individuals interviewed this was the first 
attempt at employment following the birth oftheir child and as such, the first occasion when they 
were parted from their 'baby'. Three typical comments: 
"I don't want to work all week just in case the children are sick or they've got like days off at 
school, I can't, my mother would look after them the odd day but I can't expect her to, because 
she's getting old, can't expect her to look after them on a long tenn basis." (Interviewee: 0 1-0 1-
39-49). 
"Mainly because I don't like other people looking after my children and doing this type of  job 
my husband's home to have the children." (Interviewee: 0 1-07  -36-37). 
"The only advantage is 1 can rely on my husband for childcare. When you sort of  work during the 
day you have to have somebody there all the time, you can't watch your children.  At night you 
know where they are, you know they're at home, they're in bed." (Interviewee: 01-01-40-23). 
It is possible that this nervousness may account for the focused attitude regarding childcare and 
upbringing and as such, may not reflect the more balanced approach experienced from some older 
individuals. However for many younger mothers, the reluctance to leave their child in the care of 
another person further contributed to the feelings of  stress and strain often associated with working 
unsocial hours. 
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7.3 The effect upon the partner 
Apart from the influence adopting part-time unsocial hours working has upon the individual, the 
effect such working has upon a husband or partner should also be considered. This is especially 
significant as an unhappy partner generally led to a discontented individual and a disrupted family. 
Unfortunately this study did not have access to interview the partner personally; however the views 
ofthe partner were sought through the interviews with the spouse. Whilst it should be remembered 
that the opinions reported by the spouse may contain a degree of bias, it could be argued that 
perception is as relevant as fact. Therefore, although the facts reported by the interviewee mayor 
may not have been totally accurate, it is suggested that opinions expressed (as long as sincerely 
believed) are as  important as the reality and will  influence an individual in a similar manner. 
Surprisingly there was a positive aspect to  the  working of unsocial  hours  in  addition to  the 
negative, however what became very clear was without the continuing support ofthe partner the 
working of  part-time unsociable hours became increasingly difficult. 
From the interviews undertaken and from the responses received, reaction can be categorised into 
four distinct areas; resentment, the development of  distance, the availability of  quality time and the 
influence upon domestic assistance. 
7.31 Resentment 
When deciding upon what questions to ask prior to an interview, it is expected that some topics 
will receive a greater response than others.  However, from all the  questions posed during the 
eighty six interviews undertaken for this study, no other question came even close to the strong 
reaction received from the enquiry 'what does you partner feel about you working?' 
The overwhelming response by the individuals interviewed to the opinions of  the partner (usually 
male and employed full-time) was one of reluctant acceptance. The feeling that the part-time 
unsocial work was disliked or resented was reported by sixty four (seventy four per cent) of the 
individuals interviewed during the initial interviews with some individuals stressing this issue time 
and time  again.  Due to  the high volume of reaction received and especially considering the 
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10.  GVA:  Gross  value  added  measures  the  contribution to  the  economy of each individual 
producer, industry or sector in the United Kingdom.  GV A is  used in the estimation of Gross 
Domestic Product (GV  A plus taxes on products less subsidies on products = GOP) which is a key 
indicator of  the state of  the whole economy. 
11. Main breadwinner: The partner within a relationship that earns the primary or main wage of 
the  household.  For the purpose of this  study,  the  main  breadwinner was  the  partner of the 
individuals interviewed, ie:  not the main focus of  this research. 
12: Mean: The mean income is the average, found by adding up equivalised incomes for each 
individual in a population and dividing the result by the number of  people. 
13. Median: The median is the income value which divides a population, when ranked by income, 
into two equal-sized groups. The median ofthe whole population is the same as the 50th percentile. 
The term is also used for the midpoint of subsets of  the income distribution; see decile/quinti Ie 
group medians. 
14. Part-time: Although Hakim describes three styles of  part-time working, (discussed in section 
1.22) for the purpose ofthis study, it is the half-time jobs (those between 11 and 29 hours per week 
as defined by Hakim) that represent part-time employment. 
15. Partner: A member ofthe opposite (or same) sex who is co-habiting with the interviewee and 
who is engaged in a sexual relationship with that individual. 
16. Percentiles: These are income values which divide the population, when ranked by income, 
into 100 equal-sized groups. 10  per cent ofthe population have incomes below the lath percentile, 
20  per cent have incomes below the 20
th percentile and so on. 
17. Quantiles: A quantile group is any sub-group of  the population extracted from the population 
when ranked by income. Quintile groups and decile groups are examples of  quantile groups - or 
quantiles for short. 
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